INTRODUCTION
The study of organizational culture and job satisfaction within the corporate world of the developed contexts has long intrigued scholars (Sempane, Reiger, and Roodt, 2002; Sabri, IIyas, Amjad, 2011 ). An exploration of both phenomena has resulted in a better understanding of organizational life and reveals the complexities of everyday tasks and objectives in the workplace. The results of significant studies (Vukomjanski and Nikolic, 2013) on these two concepts have elevated these insights into significant elements of organizational theory (MacIntosh & Doherty, 2010) . The effects of the two concepts on outcomes including reduced turnover intentions (Salman, Saira, Amjad, Sana, and Muhammad, 2014) and on organizational performance in the developed world make the study of developing sectors such as the higher education sector, where there is still paucity of empirical evidence regarding the two phenomena imperative. Hence, this exploration of the relationship between organizational culture and job satisfaction among academic professionals at a higher education institution in South Africa. challenges, and program changes determined by national and international demands (Hazelkorn, 2012) . For example, the post-1994 dispensation in South Africa witnessed a new order in the higher education sector evidenced in mergers and incorporations of higher education institutions, which resulted in the formation of new comprehensive institutions, retention of some traditional universities, and the creation of Universities of Technology (UoT) (Chipunza & Gwarinda, 2010) . A typical South African UoT offers industry-oriented or vocationally-oriented programs, where students undergo a six months to a year world of work experience under the 'Work Integrated Learning Program (WIL)'. The institution under study underwent some changes with regard to: leadership, systems, procedures and processes, programs, student numbers, conditions of service, quality of staff, structures, in order to create a new university culture while maintaining the vocationally-oriented aspects. These changes introduced a new organizational culture and presumably impacted on the institution's employees' job satisfaction. Organizational change theories (Gready, 2013 ; O' Malley, 2014) argue that major changes, such as mergers and acquisitions, affect an organization's core business, with the change to the core business in the higher education sector likely to affect academics (Timmins, Bham, McFadyen, and Ward, 2006) . It is this context and observations drawn the above-cited scholars that formed the basis for our choice of academic professionals as units of analysis in the current study.
Theoretical framework
This study was based on the social exchange theory, which draws on social psychological and sociological perspectives that explaining behavioral and social changes as negotiated exchanges between parties (Greenberg & Scott, 1996; Zafirovski, 2005) . The theory postulates that people make decisions based on their individual satisfaction levels within a social relationship. Thus, the process of change, which relates to perceptions of organizational culture, can be viewed as a social relationship in which the organization and employees negotiate exchanges that result in outcomes such as increased employee motivation and job satisfaction. This research postulates that, the perceptions of organizational culture, constituted from institutional transformation, and the resultant job satisfaction among academic employees, are social exchange outcomes as both constructs reflect a perception of the exchange quality (Van Knippenberg & Sleebos, 2006) . Therefore, the study's particular focus on the ways that the established organizational culture of the 'new institution' impacts the academic professionals' job satisfaction.
LITERATURE REVIEW

Organizational culture
The last decade witnessed the rise to prominence of organizational culture as an important concept in the business world. There are various definitions of the concept organizational culture, with Mohelska and Sokolova (2014) , stating that the definition depends on the sector, the organization's historical events, and the employees' personalities and nature of interaction. It is variously defined as: a system of shared meaning held by members that distinguishes one organization from another (Robbins, 2001; Naicker, 2008) ; collective thinking, habits, attitudes, feelings and behavior patterns (Clemente, Greenspan, 1999); and a programmed way of perception derived from the beliefs and values (Sonja, Matjaz, & Monty, 2008) . Organizational culture, in the context of this study, can be defined as "the shared values and beliefs of university stakeholders (i.e., administrators, faculty members, students, board members and support staff), developed in historical process and conveyed by the use of language and symbols" (Bartell, 2003, p. 5; Mohelska & Pitra, 2012) .
Organizational culture impacts on how employees set personal and professional goals, perform tasks and administer resources in order to achieve set goals (Lok & Crawford, 2004, p. 3) . Various researchers (Kono, 1990; Rue & Holland, 1986; Silvester & Anderson, 1999 ) use a variety of terms, methods and approaches to describe the components and characteristics of organizational culture. However, the shared meanings at the core of an organization's culture are captured in key seven characteristics, which are innovation and risk taking, attention to detail, outcome orientation, people orientation, team orientation, aggressiveness and stability. Consequently, these organizational culture's elements affect the way employees consciously and unconsciously think, make decisions and the way they perceive, feel and act using shared meanings.
Innovation and risk taking play a significant role in organizational culture. Both are indicative of an organization's openness to change, and ability to encourage employees to experiment and take risks (Delobbe, Haccoun & Vandenberghe, 2001 ). Innovation leads to improved orientation (Wilderom & Van der Berg), adaptability (Fey & Dension, 2003) , high performance (Matthew, 2007) , and job satisfaction (Bashayreh, 2009 ).
Attention to detail refers to the degree to which employees exhibit precision and analysis in their daily activities (Naicker, 2008 , p. 7). Some organizational culture experts argue that the emphasis on innovation and aggressiveness compromises the attention to detail (Chow et al., 2001 ). Nonetheless, Bikmoradi et al., (2008) state that an organizational culture that de-emphasizes attention to detail engenders a negative response from employees. The newly created universities of technology in South Africa have a mandate to transform themselves into innovative and entrepreneurial hubs. As a result, the creation of such cultures, though plausible, also yields negative results such as dissatisfied employees (academics), especially those who fail to accept the unfolding changes.
An organization should be people-oriented and this involves the institution's support, cooperation with and respect of employees (Delobbe, Haccoun & Vandenberghe, 2001 ). The management should facilitate an ongoing people-oriented organizational culture if the impact is to be felt by its workforce (Kulkarni, 2010) . This is evidenced in the example of the South Korean context, where a positive people-oriented culture offering respect for personal employee values leads to employee satisfaction and reciprocal responses of commitment (Choi, Martin & Park, 2008) .
A team orientation culture, also a significant element of organizational culture, organizes work activities around teams (Naicker, 2008 A culture of aggressiveness, on the one hand, relates to a stability culture in which organizational activities emphasize status quo maintenance at the expose of growth. This culture often competes with cultures of aggression that are associated with an organization's employees' level of competitiveness (Naicker, 2008) . In fact, aggression affects an organization's sense of global competitiveness and survival techniques (Chow et al., 2001) , as confirmed by Bauer and Erdogon (2014) and Castiligia (2006) in their findings on how academic faculty regarded aggressive cultures as the least preferred organizational culture. However, the ever-changing business environment requires that organizations, higher education institutions included, be organic and dynamic for their own survival.
Each of the above characteristics complement each other. Hence, there is a need to use to appraise South Africa's universities of technology using these characteristics to get a composite picture of their current organizational culture(s) and the academic employees' perceptions on the culture and effect on job satisfaction (Naicker, 2008 ).
Job satisfaction
Job satisfaction contributes to an organization's success (Saari & Judge, 2004 study shows that similar satisfaction scores among employees do not suggest that they are all satisfied with all job factors. Thus, it can be assumed that academic professionals at higher education institutions may show the same score of satisfactions levels and yet there might be differences regarding particular aspects of job satisfaction that contribute[d] to each individual's score. Therefore, our study assumes that an academic employee may be generally satisfied with their job, but not be satisfied with certain intrinsic or extrinsic facets of the job owing to their perceptions of organizational culture.
Relationship between organizational culture and job satisfaction
Existing literature examining organizational culture and employees' attitudes in higher education has not really focused on organizational culture as a determinant factor of job satisfaction. Various two-factor theory-based studies in the higher education context noted that job satisfaction is influenced by intrinsic-motivational factors, in particular academic autonomy, while job dissatisfaction is associated with extrinsic-hygiene factors, such as pay and conditions of employment (Pearson & Seiler 1983; Hill, 1986; Moses, 1986) . This section reviews studies on organizational culture and job satisfaction in both the higher education settings in order to provide a context to this study.
The relationship between organizational and behavioral outcomes such as job satisfaction is significant. A study on the organizational supportive culture and job satisfaction in the Taiwanese higher education context carried out by Dian-Yan, Chia-Ching, and Shu-Hsuan (2014) underscores the halo effect of organizational commitment in the mediation of organizational culture and in affecting behavioral outcomes such as job satisfaction. Mabasa and Ngirande (2015) also found a positive relationship between organizational support and job satisfaction among academics in South Africa, with their study further differentiating male and female job satisfaction levels owing to the existence of a rotational culture that is supportive of staff. Although our current study does not determine male and female differences, it is prudent to assume that such difference exists within South African universities of technology.
Bashayreh's (2009) study examining the relationship between the dimensions of organizational culture and job satisfaction in Malaysia's higher education shows that there was no significant relationship between reward and the performance-oriented dimension of organizational culture and job satisfaction. The study, however, recorded a significant relationship between organizational culture factors such as organizational supportiveness, innovation and stability, and communication and job satisfaction. This raises the question on whether there is a direct linkage between organizational culture and job satisfaction in higher education. The question leads to Trivelas and Dargenidou's (2009, p. 382) study on organizational culture and job satisfaction's influence on the quality of services provided in higher education among faculty and administration members in Lisbon. The results indicated that specific culture archetypes are linked, through the job satisfaction of employees, with different dimensions of higher education service quality. For example, a hierarchy culture, most prevalent among faculty members, had a strong correlation service quality with job satisfaction moderating the relationship. Furthermore, Sabri, Ilyas and Amjad's (2011, p. 121) study, which notes that organizational culture in Pakistan is categorized that related to managers and leaders (OCM) and another to employees (OCE), observed that the effect of both cultures on job satisfaction were positive and significant among faculty in both the public and private higher education institutions.
It is evident that organizational culture impacts on job satisfaction. However, studies on the new organizational cultures arising from the restructuring of South Africa's higher education focused more on aspects such employee engagement (Gay, 2012) and quality of teaching (Leibowitz, 2014) and not on organizational culture and its impact on issues such as organizational culture, hence this study.
PROBLEM STATEMENT
The University under study, which is named University X, for ethical reasons, was established in 2004 as a UoT, as part of higher education transformation in South Africa. The 'new institution' has undergone some changes in its operations and these have resulted in the creation of a new organizational culture. To the researcher's knowledge, no study has been carried out to investigate the relationship between the newly created organizational culture and job satisfaction among academic professionals at the institution. In view of this, this study examines the impact of changes in the organizational culture of the university under investigation, by asking the following questions: (i) Since the establishment of University X, what perceptions do academic professionals have about organizational culture and job satisfaction? ii) Do the perceptions of organizational culture correlate with the levels of job satisfaction among the academic professionals?
Conceptual framework
The above-noted theoretical framework and literature review were used to develop a conceptual framework to illustrate the hypothesized relationships between academics' perceptions of organizational culture and job satisfaction. The different elements of organizational culture are perceived to be related to either intrinsic or extrinsic job satisfaction of employees. For example, if the institution allows innovation and risk-taking among its academic professionals, it is assumed that they will develop intrinsic motivation (Lee & Chang, 2008) , while promoting team and people oriented approaches are linked to the extrinsic motivation of the academic professionals (Griffin, Patterson & West, 2001) . If the institution emphasizes stability and maintenance of the status quo, then academic employees will be negatively satisfied since an academic environment is one in which ideas and change are organic and evolving (Trivellas & Dargenidou, 2009).
Objectives and hypotheses
The objectives of the study drawn from the above conceptual framework, were to: (1) determine academic professionals' perceptions of organizational culture (2) measure the job satisfaction levels of the academic professionals, and (3) determine the relationship between academic professionals' perceptions of organizational culture and their job satisfaction.
It was hypothesized, with Ho and Ha representing the null and alternative hypotheses, respectively that: Ho -employees' perceptions of the institution's organizational culture will be positively correlated with their perceived job satisfaction; Ha -employees' perceptions of the institution's organizational culture will not be positively correlated with their perceived job satisfaction.
Research objectives
The research, which uses University X in the Free State Province of South Africa as a case study, investigated perceptions of organizational culture and their resultant impact on job satisfaction levels among academic professionals.
Research methodology
The mainly cross-sectional descriptive case study, adopted the quantitative approach and a positivist philosophical paradigm (Kumar, 2011) , which emphasize empirical deductive reasoning and interpretation of figures to determine the standing of a sample of a given construct.
Population and sampling
The target population consisted of 274 full-time academic professionals from the selected institution. Their distribution across the faculties was: 
Data analysis
Decretive statistics data analysis was used to analyze demographic variables and test the study's both hypotheses. Measures of central tendency, specifically the mean, were computed for hypothesis one and hypothesis two to determine the academic professionals' levels of organizational culture and job satisfaction. The Likert scale was used to measure organizational culture measured items on a fivepoint scale ranged from: (1) not at all, (2) minimally, (3) moderately, (4) considerably and (5) very much. For job satisfaction, items were measured on a fivepoint scale ranging from; (1) very dissatisfied, (2) dissatisfied, (3) neutral, (4) satisfied and (5) very satisfied. In this regard, using measures of central tendency and dispersion provided in Table 1 and  Table 2 , a mean value of below < 3 indicates a negative inclination towards organizational culture or job dissatisfaction, whilst a mean value equal to or above ≥ 3 indicates a positive inclination towards organizational culture or job satisfaction. The third hypothesis was tested using Pearson Moment Correlation method which measures the strength of agreement between two or more variables in social science research (Cohen, 1992).
THE STUDY'S RESULTS
Sample characteristics
The sample of academic professional who participated in the study had more males (57%) than females (43%). The distribution of age was close to normal, with the majority (24%) between 36 -40 yrs. The other characteristics were: whites at 46.6% and the dominant race; the majority of academics (69.6%) married, and a Masters as the highest qualification among 66.7% of the sample.
Organizational culture
The study's first hypothesis was that academic professionals have negative perceptions about organizational culture. The results of the analysis are shown in Table 1 . 
Job satisfaction
The study's second hypothesis stated that academic professionals are not satisfied with their jobs.
As shown in Table 2 , two of the extrinsic job satisfaction factors (co-worker relations and supervision support) had mean scores above 3, while that of salary was almost 3.
Organizational culture and job satisfaction
The third and fourth hypotheses stated that: (1) there is no correlation between organizational culture and job satisfaction, and (2) there is no correlation between specific components of organizational culture and specific job satisfaction components. Table 3 demonstrates a positive significant correlation between most organizational culture and job satisfaction indices. There was a significant correlation between work itself and the following dimensions of OC: innovation and risk taking (r = 0.014), outcome orientation (r = 0.001), people orientation (r = 0.000), team orientation (r = 0.000), aggressiveness (r = 0.015), and stability (r = 0.000). Further significant correlation between advancement Notes: ** Correlation is significant at the 0.01 level (2-tailed); * Correlation is significant at the 0.05 level (2-tailed).
opportunities with all the organizational culture characteristics, such as innovation and risk taking (r = 0.000), attention to details (r = 0.000), outcome orientation (r = 0.000), people orientation (r = 0.000), team orientation (r = 0.000), aggressiveness (r = 0.000) and stability (r = 0.000) is also noted. A significant correlation was found between salary and the following OC dimensions, attention to details (r = 0.037), outcome orientation (r = 0.001), people orientation (r = 0.001), team orientation (r = 0.000), and aggressiveness (r = 0.008).
There was a significant correlation between supervision support and attention to details (r = 0.014), supervision support and outcome orientation (r = 0.013), supervision support and people orientation (r = 0.000), and supervision support and stability (r = 0.000). Co-worker relations had a significant correlation with the organizational culture characteristics, innovation and risk taking (r = 0.030), attention to details (r = 0.003), outcome orientation (r = 0.001), people orientation (r = 0.000), team orientation (r = 0.000), aggressiveness (r = 0.004) and stability (r = 0.000). These correlations lead to the rejection of both hypotheses.
DISCUSSION
Perceptions of organizational culture
The results based on the hypothesis that academic professionals will have negative perceptions about organizational culture indicate that academic professionals had moderate positive perceptions of the organizational culture.
Outcome orientation had the highest mean score response of 3.67. This indicates that academic professionals at the institution under study perceived the institution's culture as more focused on outcomes than the process used to achieve these outcomes. Attention to details had a high mean response score of 3.60. This indicates that academic professionals at the studied institution were of the view that the institution's culture emphasized on employee precision and paying attention to detail in the workplace. Gray et al. (2003) found a moderate mean score for attention to details in a study done on executives' perceptions on organizational culture in small, medium and large Australian organizations. Similarly, Chow, Harrison, McKinnon and Wu (2001) argue that much time and effort within organizations is directed towards innovation and aggression, which carries with it a reduced emphasis on attention to detail. This is confirmed in an observed medical school faculty members' provision of insufficient support to paying attention to details noted by Bikmoradi et al. (2008) . Although the high mean score for attention to details in this study is not consistent with previous studies, the present study's results are unsurprising, considering that paying attention to detail is one of the virtues expected of any institution of higher academic learning.
The study results show that team orientation had a moderate mean score of 3.41. The result may be due to the institution's academic professionals' perceptions that the institution's culture encourages teams than individuals. Organizations with a team-orientated culture are collaborative and emphasize cooperation among employees (Robbins, Judge, Odendaal, and Roodt, 2013). Kozlowski and Bell (2003) argue that organizations that stress a spirit of team work and collaboration can capitalize on the individual strengths of their employees, for the collective product is greater than the sum of the individual effort. Thus, the results could be justified, considering that one of the key re-sponsibilities of academic professionals is lecturing, which can be regarded as an individual task. Conversely, this assertion would contradict the collegiality that is encouraged among academic professionals in areas such as research.
The moderate score on aggressiveness 3.340 showed in Table 1 refers to the degree of competitiveness in an organization (Naicker, 2008 ). Bauer and Erdogan (2014) explain that every organization lays down the level of aggressiveness with which their employees work. Greene, Reinhardt and Lowry (2004, p. 80) contend that organizations with aggressive cultures value competitiveness and often fall short in terms of corporate social responsibility. A Catholic college based study by Castiglia (2006) found that the faculty regarded aggressiveness as the least preferred organisational culture characteristic. Nonetheless, one may argue that aggressiveness is an organizational culture character mostly found in corporate organizations than in institutions of higher learning.
The stability factor had a moderate mean score of 3.32. This score means that the academic professionals perceived the institution's culture as encouraging the maintenance of the status quo and not growth. Stability is associated with centralization, conflict reduction, conformity, consensus, consistency, continuity, control, formalization, hierarchy, integration, maintenance, order, security, status quo, and standardization (Burchell and Kolb, 2007). A study by Chow et al. (2001) states that stability as part of organizational culture, has a strong impact on affective commitment, job satisfaction and information sharing. Similarly, Bikmoradi et al. (2008, p. 424) in a study faculty members, found that the faculty participants from the research on a medical school emphasized on stability versus openness to change. Therefore, the moderate mean score obtained in the study for the stability factor can be understood within the context of the transformation agenda that the institution is currently promoting and championing. 
Job satisfaction
The study's second hypothesis was that academic professionals were not satisfied with their jobs.
The results indicate that the institution's academic professionals were satisfied with their co-worker relation, supervision support, work performed, and the advancement opportunities they received. They were, however, not satisfied with the salary they were receiving. 
CONCLUSION
The study of perceptions of academics from the studied South African university of technology regarding organizational culture and job satisfaction deduced, from the data analysis that, academic employees had positive views on the culture evident at the existing institution. The academics were gently satisfied with their jobs and there was a moderate relationship between organizational culture and job satisfaction. Hence, the creation of an organizational culture that leads to employee satisfaction is important towards the establishment of academic employees' adjustment to a newly established vocationally-oriented institution of higher learning in a developing context.
Recommendations for practice
The study recommends that management ensures that every employee understands and identifies with the culture of the institution, as organizational culture relates to employee behavior. It recommends further that job satisfaction levels be monitored periodically as this assists towards the achievement of the academics' job satisfaction. Finally, it is recommended, drawing on the fact that the institution must celebrate and can communicate both all positives and dissatisfactions to the stakeholders that, committees should be formed to develop action plans that will enhance satisfaction and resolve identified problem.
Contribution of the study and future research
The study contributes to the generation of knowledge about organizational culture and job satisfaction of academic professionals at institutions of high learning, forms a base for similar studies and recommends strategies that can be adopted in other UoTs in South Africa towards the development of organizational cultures that promote job satisfaction. Finally, a corroborative study, looking at the two concepts from a phenomenological point of view could be adopted in future, just as future studies on job satisfaction and organizational culture can use other variables to get a complex picture. 
